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ABSTRACT 
The purpose of this study was to examine the 
concept of Human Capital Management (HCM) 
as it influences the effectiveness of Hospitality 
Organizations in Port Harcourt, Rivers State, 
Nigeria. Study findings suggest strategies to 
improve the effectiveness of the Hospitality 
industry through proper management of their 
human capital. Data for this study was collected 
from 100 questionnaires for employees across 
Port Harcourt. Hypothesis testing revealed that 
employees are able to work better, faster and 
more skillfully when they are valued, treated 
and managed as assets rather than costs. 
Typically, the training and employee 
compensation system, the focus of this study, 
play a major role in effort to manage human 
capital better and to facilitate productivity 
within the hospitality industry. 
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INTRODUCTION 
 
As organizations continue to face 
mounting competitive pressures, they seek to do 
more with less and do it with better quality. As 
goals for sales volume, profits, innovation and 
quality are raised, employment growth is often 
tightly controlled and in many cases, substantial 
cuts in employment have been made. To 
accomplish with more employees makes effective 
for management of human capital.  
Human Capital Management is a major 
factor within the hospitality industry. The industry 
is classified as 'people's industry', in which case 
cannot function without people. There is need for 
people, employees who would render the services 
customers’ desire. This therefore prompts the need 
for happy employees considering their stance 
within the hospitality firm. Management therefore 
have sought ways to achieve this therewith the 
Human capital management which focuses on 
treating employees as assets and  investing in them. 
Training, compensating and motivating them to do 
much more, being extremely productive towards 
giving their best to the organization so that the 
guests can have exceptional services hence growth 
within the hospitality industry. 
This study therefore focuses on Human 
Capital Management and Organizational 
effectiveness within the Hospitality industry in Port 
Harcourt, Rivers State, Nigeria. It aims to 
determine the extent to which human capital is 
managed in relation to training and compensation 
and how it influences the effectiveness, in terms of 
employee productivity within the hospitality 
industry. 
 
LITERATURE REVIEW 
 
Human Capital as a concept can be 
identified with economists such a T.W Schultz and 
G.S Becker in the 1969’. According to Schultz [1] 
human capital entails increased investment in 
education and training of individuals which leads to 
a positive change in the performance of tasks of 
employees within the hospitality industry. Becker 
[1] opined human capital to be an investment in 
education, training, skills, health and other value 
that cannot be separated from the individual. To 
Okogie [1] human capital refers to abilities and 
skills of the human resources of a country. 
Marimuthu [1] referred to human capital as 
processes that relate to training, education and 
other professional initiatives that aim at increasing 
the level of skill, knowledge, ability, value and 
social assets of an employee which will lead to the 
employee’ job satisfaction and performance. 
Davenport [1] identified human capital as the 
innate abilities, behaviors, personal energy 
possessed by people which makes up the human 
capital which they bring to the workplace. Every 
employee, in his job, gets some set of the skills 
through his experience, exposure, trainings which 
will improve his productivity to the benefit of the 
organization [2]. Every hospitality organization 
invests part of its money and resources to train its 
employees and the employees will therefore work 
hard, upgrade their existing knowledge and 
contribute to increase the productivity of their 
organization. 
Human Capital Management is a broader 
concept and as opined by Kucharcikora [2] is a 
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strategically planned approach to the management 
of what hospitality organizations have in terms of 
people who individually or in groups participate in 
meeting the objectives of the firm. Kucharcikora [2] 
further established that there is a difference 
between Human Capital Management and Human 
Resource Management. Human Resources 
Management emphasizes on management and 
strategic activities, stressing the importance of the 
human factor for the future of the organization. 
Human Capital Management on the other hand puts 
more emphasis on the current knowledge of man, 
their meaning, value and use for the organization. 
Human capital management is an organizational 
ability to maximize the potential of people for daily 
work and innovation and also including various 
processes and management methods to work with 
people within the organization. Human capital 
management is about improving the performance 
of an organization and its employees, taking into 
account the skills, competencies, capabilities and 
experiences that create and increase value for an 
organization. It also includes investment made by 
the organization on its employees to improve the 
performance and profitability of an organization by 
providing internal recruitment practices, improving 
career management programs, giving flexible 
working arrangements, focusing on both education 
and compensation issues of employees [2].  
An organization that supports Human 
Capital Management provide employees with 
clearly defined and consistently communicated 
performance expectations, rating, rewarding and 
holding employees accountable for achieving 
specific business goals, creating innovation and 
supporting continuous improvement [3]. 
 
TRAINING 
 
Training, according to Michael [4] is the 
development of skill, attitude and knowledge 
needed by an individual for his effective and 
efficient performance on a given task or job. It is 
also seen as a systematically planned process aimed 
at modifying knowledge, attitude or skill through 
learning experience in order to achieve good 
performance in any given activity (Manpower 
Services Commission) ,Beardwell and Holden [5] 
opined that training is a planned process used to 
change attitudes and knowledge in order to achieve 
effective performance in any given activity. Its 
purpose in the work context is to develop the 
abilities of individuals and satisfy the current and 
future needs of the organization. 
 
TRAINING THEORIES 
 
Scientific Methods- this involve a set of 
approaches or processes focusing on situations, 
case-studies, narratives and events that furnish a 
particular setting for performance issues, 
deficiencies, needs and actions for specific 
situations [5]. The scientific methodology includes:  
 Situated learning approach/ cognition 
 Constructivism and experiential learning 
theory 
 Transformative learning 
 Action theory. 
 
Human Capital Theory- this theory 
postulates that training is an investment which 
involves cost and benefit which can be assessed by 
using financial criteria such as present value and 
internal rate of return [5]. Becker [5] studied the 
effect of wage levels on the two types of human 
capital that function in a perfectly competitive 
labour market. One is the training that is 
transferable to other organizations. It encourages 
employees to bear the cost and also obtain all the 
benefits of the training. The second is that training 
particular to an organization. That is, cannot be 
transferred to other company which therefore 
motivates the employers and employees to share 
the cost and benefits of the training. 
 
Types of Training 
 
In the hospitality firm, there are varying 
kinds of training such as: 
1. On-the-job training 
2. Off-the-job training. 
 
On-the-Job Training- this is the training 
carried out within the workplace during the 
workday. It is planned, structured and carried out in 
a special training area. Here, the supervisors, 
colleagues, managers and trainers spend a lot of 
time with the trainees to inculcate in them the 
necessary skill sets for the hospitality industry [5]. 
Off-the-Job Training- this is basically a 
type of training engaged in off-site. It may include 
reading, group discussions, tutorials, workshops, 
lectures, training courses etc. [5]. Training should 
be provided when employees in the industry lack 
the necessary skills and information to work 
productively. 
 
TRAINING DELIVERY METHODS 
 
Seminars- this brings trainees together in 
groups for meetings which concentrate on a 
specific topic and trainees are expected to be 
actively involved. Seminars teach staff to get more 
familiar with their job function, get actively 
involved and handle problems that arise on a 
regular basis. 
Team Training- here, people are trained 
to solve problems more effectively in groups and 
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observations and feedbacks are expected during the 
training process [5]. Team training focuses on the 
necessary skill and gives trainees a realistic 
opportunity for feedback. 
Field Trips and Tours- this gives the 
hospitality trainee an opportunity to have real 
experiences away from the workplace and to gather 
information about the job function.  
E-Learning- this entail the use of 
information technology to facilitate and support 
learning and also provide a variety of learning 
strategies, applications to exchange information 
and acquire skills [5]. E-learning usually is less 
expensive compared to the other kinds of training, 
its content is consistent, it is self-paced, easy to 
update and control and can furthermore, be used 
anywhere at any time. 
 
COMPENSATION 
 
Compensation, as a concept according to 
Bernadine [6] refers to all forms of financial 
returns and tangible benefits that employees 
receive as part of their employment relationship. 
Cascio [6] stated that the objective of designing 
compensation programs is divided into two, which 
are direct and indirect forms of compensation. 
Direct compensation entails wage/salary aspect 
while indirect compensation regard to fringe 
benefits a worker enjoys from working in an 
organization. Compensation basically is about 
integrating the two forms into a package that will 
facilitate and encourage the achievement of 
organizational goals. McNamara [6] opined that 
compensation include issues regarding wage and/or 
salary programs and structures owing from job 
description, bonus-based programs, merit-based 
programs, commissions etc. Gomez et al, [6] view 
employee compensation as comprising of base pay 
and fringe benefits where base pay also called cash 
pay describe all direct pay provided by employers 
for the work performed which in turn include 
overtime pay, shift allowance, salary and all other 
pay based on performance such as incentive pay, 
bonuses and merit awards. On the other hand, 
fringe compensation includes programs such as 
health benefits, social security, pension plans, 
Foreign Service premiums, paid leaves, tuition 
reimbursement etc. According to Snell and 
Bohlander [6] employers compensation contains all 
forms of pay and rewards received by employees 
for performance of their jobs. Dealer [6] also 
opined that employees compensation means all 
forms of pay or rewards going to employees and 
arising from their employment which may be direct 
financial payment (wages, salaries, incentives, 
commission etc.) and direct financial payments 
(financial benefits such as insurance).  
 
COMPENSATION SYSTEMS 
 
Many researchers and scholars have 
explained compensation and performance from 
different viewpoints but Nuray and MdMoazzam 
(2016) [7] identified the following types of 
compensation systems. Viz: 
 Merit-based compensation 
 Performance-based compensation 
 Outcome-based compensation 
 Competency-based compensation 
 Equity-based compensation 
 
Merit-based compensation- several 
prominent scholars such as Fein 1976, Lawler 1971, 
1981 [7] support merit-based compensation and 
described it to lead to higher organizational 
performance stating its necessity towards 
motivating employees.  
Performance-Based Compensation- 
Banker, Lee and potter [7] established that 
performance-based compensation increases an 
organization’ overall productivity by attracting and 
retaining more productive employees. Derly and 
Doty [7] described performance-based 
compensation to be a very strong predictor for job 
performance in the hospitality industry. 
Outcome-Based Compensation- this 
specifically has been increasingly in use in 
organizations especially in the service industry as 
the hospitality and tourism industry. Some reasons 
for this kind of compensation identified by Banker 
et al [7] include motivation of employees, gaining 
strategic advantages, understanding and focusing 
on customer satisfaction etc. It further aids high 
customer interaction, increased production, high 
competitive advantage etc. [7]. 
Competency-Based Compensation- this 
policy is a pay structure that reward employees 
based on how well they perform in the workplace 
rather than the hierarchy of their position or years 
of experience. In competency-based compensation, 
the only obstruction between employees and a 
greater wage is how much they contribute and how 
they perform [7]. 
Equity-Based Compensation- this entails 
offering employees a share of the future profits in 
exchange for lower or no salary upfront. This kind 
of compensation not only lessens the upfront 
financial burden of paying high salaries, it also 
attracts employees who are committed to working 
harder in order to ensure their financial wellbeing 
and success of the company [7].  
 
PRODUCTIVITY 
 
Organizational effectiveness is viewed as 
the extent to which an organization fulfills its 
objectives without incapacitating its means and 
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resources and also without placing undue strain on 
its staff [8]. Traditionally, in the study of 
organizations, effectiveness has been 
conceptualized and operationalized primarily in 
terms of productivity. Productivity measures how 
well an organization converts input resources to 
goods and services. Productivity entails an 
increased level of organizational performance. As 
Nda and Fred put that productivity in the measure 
of output per unit of input [9]. 
 
Human Capital Management and 
Organizational Effectiveness 
 
Organizational effectiveness depends on 
many salient factors but primarily on its level of 
Human Capital Management which focuses on 
maximizing and translating the cost factor of 
human resources into capital, having to see 
employees as assets to be invested in rather than 
costs. As assets, employees are trained to bring out 
the best in them towards organizational goals 
attainment and also compensated when individual 
targets are achieved in order to motivate and 
encourage them towards putting more effort and 
skill to build the organization. As simply 
summarized by Kenny (2019) “training also has 
impact on the return on investment since the 
organizational performance depends on employee 
performance because human resource capital of 
organization plays an important role in the growth 
and development of such organization”. 
 
HYPOTHESIS 
 
Ho1: there is no significant relationship between 
training and productivity. 
Ho2: there is no significant relationship between 
compensation and productivity. 
 
METHODOLOGY 
 
In this Study, the cross-sectional, quasi-
experimental design is adopted because the subject of 
investigation is not under the control of the researcher. 
In order to generate the data for this study, a survey of 
100 employees across selected Hospitality firms in Port 
Harcourt was issued of which 90 of them were returned. 
A questionnaire was administered to them to elicit their 
responses on the point variables under study.
 
DATA ANALYSIS 
 
Hypothesis 1 
CORRELATIONS 
 Training Productivity 
Spearman's rho 
Training 
Correlation Coefficient 1.000 -.028 
Sig. (2-tailed) . .928 
N 13 13 
Productivity 
Correlation Coefficient -.028 1.000 
Sig. (2-tailed) .928 . 
N 13 14 
 
Having used the spearman rank order 
correlation coefficient, the result shows a 
relationship degree of 0.928 which explains that 
there is a very strong relationship between 
training and productivity within the Hospitality 
industry.
 
Hypothesis 2 
CORRELATIONS 
 Compensation Productivity 
Spearman's rho 
Compensation 
Correlation Coefficient 1.000 -.011 
Sig. (2-tailed) . .969 
N 16 14 
Productivity 
Correlation Coefficient -.011 1.000 
Sig. (2-tailed) .969 . 
N 14 14 
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The above depicts the relationship degree 
at 0.969, showing a very strong relationship 
between compensation and productivity. 
 
DISCUSSION OF FINDINGS AND 
CONCLUSION 
 
This study examined Human Capital 
Management and Organizational effectiveness in 
the Hospitality and Tourism industry. In the study, 
two hypotheses were formulated. The hypothesis 
tested at 0.01 level of significance using Spearman 
Rank Correlation Coefficient with the aid of the 
Statistical Package for Social Sciences (SPSS). The 
findings are discussed below. 
Hypothesis 1 states that there is no 
significant relationship between tolerance and 
revenue generation in the Port Harcourt Zoo in 
Rivers State.  The null hypothesis tested showed 
the probability level to be 0.808. Following the 
decision rule, the null hypothesis was rejected. This 
means that there is a significant relationship 
between tolerance and Tourism Development. The 
more tolerant people are with the tourists who 
frequent their environment, the more revenue is 
generated through the tourist activities.  
Hypothesis 2 states that there is no 
significant relationship between embracement and 
revenue generation. The null hypothesis tested 
showed the probability level to be 0.324, showing 
that there is a positive relationship between 
embracement and revenue generation. In which 
case, it is understood that the more residents accept 
and receive tourists and their activities within their 
community, the more likely they are able to 
increase their income and revenue through tourists’ 
activities in their environment. 
Hypothesis states that there is no 
significantly relationship between tolerance and 
tourist visit. The null hypotheses tested showed that 
there is a positive relationship which therefore 
explains that resident’ tolerance and forbearance of 
tourists’ activities and usage of communication 
facilities will facilitate or increase the inflow of 
tourists within the community. 
This paper aimed to study the relationship 
and effect of human capital management in terms 
of training and compensation on organizational 
effectiveness in terms of productivity. Findings 
show using spearman rank order correlation 
coefficient at 0.5 level of significance.  
 
RECOMMENDATIONS 
 
Based on findings from this study, it is 
recommended that: 
 The hospitality firms in Port Harcourt 
restructure their system first towards viewing 
employees as their most important input 
resources. Employees should be considered as 
assets and not as costs.  
 Employees should undergo trainings before 
right after they are employed and at periodic 
times during their stay on the job. This will 
keep them well informed on how to carry out 
their job functions and promote even more of 
their skills. 
 Exceptional employees or units who have met 
their targets should be rewarded financially. 
This will boost their morale to put in more 
effort. 
 Hotels and restaurants in Port Harcourt should 
establish attractive incentives and benefits 
outside the regular wage and salary. This 
would spur employees to give more to the 
organization. 
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